Occupational Stress as a Function of Type of Organization and Sex of Employee
Previous studies show inconsistencies in the relation between sex and occupational stress. Most researchers have limited their focus to the intraorganizational structure, whereas this study explored the effect of type of organization and sex of employee on occupational stress. The researcher compared data (15 men, 25 women) from the nonprofit New York City Department of Administrative Services to archival data (12 men, 23 women; Cioffi, 1997 ) from a for-profit New York City pharmaceutical company. The Job Stress Survey (JSS; Spielberger, 1994) , a self-report instrument, was used to measure the severity and frequency of occupational stress. As predicted, results absenteeism, worker turnover, and employee health and well-being (e.g., Karasek & Theorell, 1990; Keita & Sauter, 1992; Northwestern National Life Insurance Company, 1991 , 1992 Quick, Murphy, & Hurrell, 1992) . Growing concerns over the consequences of job stress for both employees and organizations are reflected in the increasing numbers of studies of occupational stress over the last few decades (e.g., Adler, 1999; Crandall & Perrewe, 1995; Parker & DeCotiis, 1983; Turnage & Spielberger, 1991) . These studies emphasize the importance of developing adequate diagnostic tools for assessing the job pressures and organizational factors that contribute to stress in the workplace.
Stress is one of the most serious occupational health hazards of our time (Cummins, 1990; Northwestern National Life Insurance Company, 1991 , 1992 and is linked to many job-related injuries and physical ailments, such as back pain, high blood pressure, and heart disease (Adler, 1999; Hendrix, Summers, Leap, & Steel, 1995) . According to Ivancevich and Matteson (1980) , most medical textbooks attribute from 50% to 70% of illnesses to stress-related sources. Pelletier (1984) found that occupational stress jeopardizes employees' health, with 50% to 80% of their diseases being psychosomatic or of a stressrelated nature. According to Keita and Sauter (1992) , each year in the United States nearly 600,000 workers seek disability payments and early retirement benefits for job-stress-related medical and psychological disorders.
Stress has a negative impact not only on the worker's health and well-being but also on the employing organization, both in financial terms and through the loss of valued employees (Spielberger & Reheiser, 1995) . Chronic stress of employees results in high worker turnover, poor organizational climate, low morale, high accident rates, and employee dissatisfaction (Chen & Spector, 1992; Northwestern National Life Insurance Company, 1991; Parker & DeCotiis, 1983) . In addition, reduced productivity and diminished customer services are hidden costs that often result from "exhausted or depressed employees who are not energetic, accurate, or innovative at work" (Karasek & Theorell, 1990, p. 167) . Based on national samples, the annual cost of job-stressrelated symptoms in absenteeism, company medical expenses, and lost productivity is estimated at $50 billion to $100 billion a year, excluding the cost to replace employees who die, who are ill, or who quit (Niehouse, 1987; Wallis, 1983) .
The nature and severity of organizational stressors may differ as a function of occupational level and type of work performed (Kahn, Wolfe, Quinn, Snoek, & Rosenthal, 1964; Turnage & Spielberger, 1991) . French, Caplan, and Van Harrison (1982) suggested that stress is the result of a discrepancy between characteristics of the work environment and individual characteristics, which they described as a poor match between the abilities of the employee and the demands of the job. According to researchers (e.g., Cummins, 1990; Parker & DeCotiis, 1983; Summers, DeCotiis, & DeNisi, 1995) who have developed several theoretical models of the causes and outcomes of stress, the factors that consistently appear to influence job stress include: (a) personal characteristics including coping skills and past experience, (b) characteristics and conditions associated with the organization's structure, resources, and information flow, (c) role ambiguity and role conflict associated with job status and responsibilities, (d) relationships at work and distribution of workload, (e) perceived career development and job security, and (f) external commitments and responsibilities.
Given the potentially deleterious consequences of stress and the changing composition of the workforce, with women occupying more than 45% of the paid labor force (U.S. Bureau of the Census, 1991), workplace stress and support are issues for both men and women. Consequently, research on sex differences is a topic of importance for both individuals and organizations (Geller & Hobfoll, 1994; Harris, 1995; Jick & Mitz, 1985; Martocchio & O'Leary, 1989; Nelson & Quick, 1985) . Nevertheless, in a literature review of the relation of sex differences and occupational stress, Jick and Mitz (1985) found numerous "gaps, ambiguity, and inconsistencies in the existing research" (p. 408). They suggested that the difficulty in identifying sex-related differences in workplace stress may have been due to sampling problems, noting that men were often overrepresented in managerial positions whereas more women held clerical and service jobs. Despite these inconsistencies, Jick and Mitz concluded that the sex of an employee acts "not only as a direct predictor of the source of stress, but also as a moderator affecting how stress is perceived, what coping skills are called upon, and how stress is manifest" (p. 409). In supporting this conclusion, they emphasized evidence that women report more symptoms of psychological distress (e.g., emotional discomfort and depression), whereas men are more prone to develop severe stress-related physical illnesses, as reflected by a higher incidence of heart disease and cirrhosis of the liver due to alcohol abuse. Nelson and Quick (1985) also reviewed research on sex-related differences in the workplace, and concluded that women experience greater occupational stress than men because of the unique sources of job stress typically faced by women, such as the interface of marriage and work, social isolation, discrimination, lower salaries, career blocks, and stereotyping. Subsequent studies indicated that women faced more job-related stress because of their multiple roles as employee, wife, and mother (Anderson & Leslie, 1991; Berardo, Shehan, & Leslie, 1987; Coombs & Hovanessian, 1988) . According to Beena and Poduval (1992) , the sex difference in work stress was not the result of an inherent biological difference between men and women, but rather the consequence of work/family conflicts, societal expectations, and behavioral norms that women faced as they occupied a combination of roles. However, Piotrkowski, Rapoport, and Rapoport (1987) suggested that it was, in fact, men who were more likely to feel conflict between wage, work, and family commitments because of lengthy work hours.
In contrast to these studies, some researchers (Crandall & Perrewe, 1995; Martocchio & O'Leary, 1989; Simpson & Grant, 1991) concluded that the sources, intensity, and frequency of occupational stressors did not vary significantly by sex; women and men were remarkably similar in their assessments of what was most stressful about their current work situations. Similarly, Di Salvo, Lubbers, Rossi, and Lewis (1995) , in a study examining the relation between sex and work-related stress, found no overall sex differences in broad clusters of workplace stressors, although their results indicated that men were twice as likely to report stress relating to power and status, whereas women were twice as likely to report stress related to workload factors. However, these differences could be reflective of an overrepresentation of men in managerial positions and women in clerical and ser-vice jobs (Jick & Mitz, 1985) rather than a result of inherent sex differences. For either sex, whether occupational stress occurs and how it manifests may be related to the context as reflected in the severity of specific stressors and the frequency that these stressors are experienced (Spielberger & Reheiser, 1995) .
The way people evaluate events and cope with respect to their well-being influences whether they experience psychological stress and, if so, the intensity of that stress (Lazarus, 1995) . According to Spielberger and Reheiser (1995) , the perceived severity of a stressor, how individuals appraise the significance of a given situation to their well-being, greatly influences the intensity of an emotional reaction when that stressor occurs. However, even though a specific stressor may be perceived as highly stressful, if it occurs infrequently it will have limited impact as a source of stress (Spielberger & Reheiser, 1995) . Recurrent and intense stress will increase the incidence and severity of symptoms such as emotional distress, disruption of performance, and illness. Consequently, it is important to assess not only the perceived severity of a stressor, but also how often it occurs (Spielberger, 1994; Spielberger & Reheiser, 1995; Turnage & Spielberger, 1991) . Spielberger (1994) designed the Job Stress Survey ( JSS), the psychometric self-report instrument used in the present study, to assess the perceived severity and frequency of occupational stressors commonly experienced by managerial, professional, and clerical employees. Lazarus (1995) proposed that occupational stress occurs when employees perceive the environment as either harmful, threatening, or challenging. Stress, according to Lazarus, is based on the integration of the individual's personal agenda and the subjective realities of the situation. The type of organization may influence what types of stressors employees encounter, how frequently they are encountered, and how employees react to these stressors in the context of their work (Harris, 1995) . Despite the possible relation between the structure of an organization and job-related stressors, little research has examined the impact of type of organization on occupational stress. Although some researchers suggested that organizational structure might affect the level and frequency of job stress (McCue, 1982; Stoline & Weiner, 1988) , their studies primarily emphasized variables unrelated to the effect of type of organization. In a study assessing job stress among early-career physicians, Simpson and Grant (1991) examined the association between stress and nonprofit versus for-profit status in medical practices. Their data, collected from graduates of a large medical school, indicated that medical practice problems were more stressful in nonprofit than in for-profit practices, due primarily to business and financial issues. Employees of nonprofit institutions may contribute more personal time and energy without adequate financial compensation because it is presumably in the best interest of the organization and for the "good of the cause" (Simpson & Grant, 1991) . These authors suggested a need for further evaluation of the effect of type of organization on occupational stress.
As the roles and responsibilities of employees and the structure of organizations change and develop, more current data reflecting the effect of type of organization and sex of employee on the severity and frequency of occupational stress are essential. The discrepancies observed in previous assessments of sex differences in occupational stress may be related to the overrepresentation of one sex over the other in certain job positions in the intraorganizational structure (Jick & Mitz, 1985) . Accordingly, the present study examined the relation of occupational stress to sex of employees in comparable job positions in two types of organizations, a nonprofit and a for-profit. The guiding hypotheses were: (a) employees would perceive more occupational stress in nonprofit organizations than in for-profit organizations; (b) there would be no significant sex differences in the perceived severity and frequency of occupational stress. The researcher, utilizing the JSS, also examined the demographic variables of age, level of education, job level, marital status, and number of children to determine if these factors were related to perceived occupational stress.
Method Participants
Nonprofit organization. Forty employees (15 men, 25 women), working in white-collar jobs at different levels in the New York City Department of Citywide Administrative Services, Bureau of Personnel Development, participated in the study. The organization, funded by the state, represented nonprofit organizations.
For-profit organization. Thirty-five employees (12 men, 23 women), working in white-collar jobs at different levels in a New York City pharmaceutical company, participated in the study. The organization represented for-profit organizations.
Demographic variables. A comparison of demographic characteristics of participants from the nonprofit organization and participants from the forprofit organization can be seen in Table 1 . The participants from the two organizations were comparable in all demographic respects except marital status and job level.
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Materials
The Job Stress Survey (JSS; Spielberger, 1994) describes general sources of stress commonly experienced by managerial, professional, and clerical employees (see Appendix). The JSS is a 30-item psychometric self-report Likert instrument. The JSS assesses the perceived severity and frequency of occurrence of working conditions that may adversely affect the psychological well-being of employees who are exposed to them (Spielberger, 1994; Spielberger & Reheiser, 1995; Turnage & Spielberger, 1991) . Participants first rate, on a 1-to 9-point scale (1 = least stressful, 5 = average stress, 9 = most stressful ), the severity of stress they perceive to be associated with each of the 30 JSS job stressors. The participants then report, on a scale from 0 to 9+ days, the number of days in which each workplace stressor was experienced during the preceding 6 months. The respondents conclude the survey by indicating their sex, age, education, job level, marital status, and number of children. Summing the ratings for each individual JSS item yields overall severity and frequency scores based on all 30 items. Spielberger and Reheiser (1995) found the alpha reliability coefficients for the JSS scales to be very high: severity (men = .90, women = .92), frequency (men = .90, women = .90). In the current study, the Cronbach's alpha reliability coefficients also indicated high internal consistency on both scales: severity (men = .93, women = .92), frequency (men = .89, women = .92).
Procedure
Nonprofit organization. In the fall of 1997, the researcher wrote the names of 300 employees from the company directory on identical slips of paper, put them into a container, and randomly selected, without replacement, 75 possible participants. At the beginning of the workweek, an office employee, who served as the distributor and collector of the surveys, sent the JSS questionnaire to the selected participants through interoffice mail along with a return interoffice envelope. A cover letter explained that this survey was confidential and anonymous. The letter further explained that participants agreed to participate by returning the survey and that they could withdraw by simply not completing the questionnaire. The letter instructed the participants to complete the survey and return it to the designated employee by interoffice mail by the end of that workweek. Fortythree participants returned surveys. Because three questionnaires were discarded for lack of demographic information, the research sample consisted of 40 participants (15 men, 25 women). For-profit organization. In the summer of 1997, Cioffi approached 75 participants at the entrance to the corporation's cafeteria at lunchtime and asked them to take part in an occupational stress survey. The researcher handed a questionnaire to the participant at the beginning of the workweek along with a return interoffice envelope with the researcher's office address printed on it. The researcher informed the participants that the survey was anonymous and that their identities would be confidential. The researcher asked the participants to complete the questionnaire and return it by interoffice mail by the end of that workweek. Forty-one participants returned surveys. Because one questionnaire from an employee holding a summer internship position and five incomplete questionnaires were discarded, the research sample consisted of 35 participants (12 men, 23 women).
Results
To test the hypotheses, the researcher executed 2 two-way analyses of variance to determine the effects of type of organization and sex of employee on responses to the perceived severity and frequency of occupational stress scales. The researcher then executed two simultaneous multiple regression analyses to determine whether the demographic variables of marital status, number of children, level of education, and job level also contributed to the prediction of occupational stress on the severity and frequency scales.
Analyses of Variance
Type of organization and sex of employee in relation to the severity scale. The means and standard deviations for total severity of stress as a function of type of organization and sex of employee can be seen in Table 2 . Results of an analysis of variance indicated there was a significant difference in total severity of stress as a function of type of organization, F(1, 71) = 9.93, p = .002; employees of the nonprofit organization reported more severity of stress than employees of the for-profit organization. There was also a significant difference in severity of stress as a function of sex of employee, F(1, 71) = 4.26, p = .043; men reported more severity of stress than women. There was no significant interaction of type of organization by sex of employee in total severity of stress, F(1, 71) = 1.67, p = .200.
Type of organization and sex of employee in relation to the frequency scale. The means and standard deviations for total frequency of stress as a function of type of organization and sex of employee can be seen in Table 3 . Results of an analysis of variance indicated that there was a significant difference in total frequency of stress as a function of type of organization, F(1, 71) = 14.70, p < .001; employees of the nonprofit organization reported greater frequency of stress than employees of the for-profit organization. There was no significant difference in total frequency of stress as a function of sex of employee, F(1, 71) = 3.70, p = .058, but there was a significant inter- 
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Multiple Regression Analyses
It was a matter of some concern that any differences in type of organization may have resulted from the fact that the samples were not comparable, particularly on the demographic variables of marital status (married: 17.5% nonprofit vs. 51.4% for-profit) and job level (management: 40% nonprofit vs. 14.3% for-profit), as evident in Table 1 . However, the multiple regression analyses indicated that these variables were not significant predictors of scores on the perceived severity and frequency of stress scales; marital level and job status were not significant factors influencing the employees' perception of occupational stress.
Demographic variables in relation to the severity scale. The researcher executed the first multiple regression analysis to determine which demographic variables best predicted the perceived severity of occupational stress. When the researcher simultaneously entered the potential predictors of severity of occupational stress into the equation, the model accounted for 23% of the variance and was statistically significant, F(7, 67) = 2.86, p = .011. As expected, based on the analysis of variance results, the perceived severity of occupational stress was significantly related to type of organization, (β = .315, t(67) = 2.43, p = .018. Also consistent with predictions, sex of employee was significantly related to severity of occupational stress, (β = -.237, t(67) = -2.09, p = .040. Variables that did not significantly predict severity of occupational stress included marital status, job level, number of children, and level of education.
Demographic variables in relation to the frequency scale. The researcher executed the second multiple regression analysis to identify the variables that best predicted the perceived frequency of occupational stress. When potential predictors of the perceived frequency of occupational stress were simultaneously entered into the equation, the model accounted for 29.2% of the variance and was statistically significant, F(7, 67) = 3.95, p = .001. As expected, based on the analysis of variance results, frequency of occupational stress was significantly influenced by type of organization, (β = .378, t(67) = 3.04, p = .003. Also consistent with the researcher's prediction, frequency of occupational stress was only marginally related to sex of employee, (β = -.195, t(67) = -1.79, p = .078. Variables that did not predict the perceived frequency of occupational stress included marital status, job level, number of children, and level of education.
Discussion
The present study evaluated differences in severity and frequency of occupational stress as a function of type of organization and sex of employee. The hypotheses were that employees would perceive more occupational stress in nonprofit than in for-profit organizations, and there would be no significant sex differences in perceived occupational stress.
The first hypothesis, that employees of nonprofit organizations would perceive more stress than employees of for-profit organizations, was supported by analyses of variance on both the severity and frequency scales. Nonprofit employees reported significantly more total severity and frequency of stress than did for-profit employees. Inspection of means indicated that nonprofit employees, more often than for-profit employees, reported "inadequate salary" and "insufficient personal time" as their most stressful issues on both the severity and frequency scales. These findings support those of Simpson and Grant (1991) , who suggested that nonprofit employees may contribute more personal time and energy without adequate compensation because they perceive it as necessary for the "good of the cause." Nonprofit employees also appeared more vulnerable to stressors relating to the work environment. They reported items, such as "insufficient personnel to handle assignments," "performing tasks not in job description," "inadequate or poor quality equipment," and "excessive paperwork" as more stressful on both the severity and frequency scales than did for-profit employees; work overload and resource inadequacy are often associated with nonprofit institutions (Simpson & Grant, 1991) . The results of the present study are reflective of previous studies (Cummins, 1990; Parker & DeCotiis, 1983; Summers et al., 1995) in which researchers found some of the most common causes of stress to be related to work overload, resource inadequacy, task demands, and characteristics and conditions of the job itself.
In addition to examining the effects of type of organization on occupational stress, the present study also focused on differences relating to the sex of the employee in perceived occupational stress. Results did not support the hypothesis that there would be no sex differences in perceived occupational stress. Contrary to previous research (Anderson & Leslie, 1991; Berardo et al., 1987; Coombs & Hovanessian, 1988; Nelson & Quick, 1985) , men, in general, reported more occupational stress than did women. In fact, a noticeable pattern suggested that for-profit women perceived much less severity and frequency of stress overall than did any of the for-profit men or nonprofit men and women. These results could be further investigated by utilizing open-ended interviews to gain a better understanding of the factors intrinsic to the work setting and the characteristics of individuals that predispose them to stress.
In total severity of occupational stress, an analysis of variance demonstrated that men perceived more stress than did women. On the severity scale, inspection of means indicated sex-related differences on five of the JSS items. Men reported considerably more severity of stress due to "insufficient personnel to handle assignment," "working overtime," "fellow workers not doing their job," "frequent interruptions," and "lack of participation in policy decisions." These results suggest that men may perceive more severity of stress in areas where they feel that their work effort is not reflected in their job position.
In total frequency of occupational stress, an analysis of variance did not find a significant difference between men and women. However, there was an interaction between type of organization and sex of employee; men reported greater frequency of stress than did women in the for-profit organization, but not in the nonprofit organization. Inspection of means indicated sex differences on several frequency items, suggesting that men may perceive more frequency of stress in areas where they perceive a lack of control in decision making. The results on both the severity and frequency scales are consistent with those of Di Salvo et al. (1995) , who found that men were more likely to perceive stress relating to issues of power and status.
The researcher also examined the effect of the demographic variables of age, marital status, level of education, job level, and number of children on perceived occupational stress. The results indicated that demographic variables were not significant predictors of either severity or frequency of occupational stress. However, future research should not rule out these variables as possible factors in how employees perceive and react to stressors. A longitudinal study focusing on the same group of people over an extended period of time might prove useful in determining if these factors influence how individuals react and cope with stressful situations.
There are several alternate explanations for the significant differences between nonprofit and forprofit organizations, as well as the sex differences, in perceived occupational stress. One explanation is related to the sampling method, which may have introduced a number of limitations. First this study utilized data collected by Cioffi in the summer of 1997 and compared it to data collected in the late fall of 1997. Time of year, weather, and activity level may have affected the way in which items were answered; people may be less pressured by time constraints and be more energetic when daylight hours are longer and temperatures are more agreeable. The study also used a small sample, comparing only one nonprofit with one for-profit organization, thus reducing the external validity of the results. Cioffi's (1997) participant selection for the for-profit organization may not have represented a random sampling of the organization; she approached people in the company's cafeteria, excluding employees who skip lunch or eat at restaurants. However, this researcher made a special effort to maintain consistency by collecting the data from employees with white-collar jobs at two relatively comparable organizations.
The self-report instrument itself may be another explanation accounting for the results in the current OCCUPATIONAL STRESS Licht study. One issue researchers suggest may be problematic is that responses to these measures may center around social desirability (Martocchio & O'Leary, 1989) ; employees may not want to present themselves as being unable to handle the workload or as not being favorable toward the organization. The collection of anonymous responses in this study should have minimized these effects. Another issue is that the content of the items on the JSS may not sufficiently address the stressors that women experience, such as items related to their multiple roles as employee, wife, and mother (Anderson & Leslie, 1991; Berardo et al., 1987; Coombs & Hovanessian, 1988) . Future research should incorporate more items reflecting the diverse roles of both men and women. Many variables contribute to the way in which workers perceive occupational stress. Whether stress is a function of sex of employee, type of organization, age, educational background, marital status, job level, or family characteristics, occupational stress is detrimental to both the employees and employers of an organization (e.g., Spielberger & Reheiser, 1995; Turnage & Spielberger, 1991) . In order to ameliorate stress, researchers should investigate not only the consequences, but the characteristics of a job perceived as stressful by particular groups (Turnage & Spielberger, 1991) . Effective stress management programs can only be established when the sources and differences in occupational stress are clearly understood. In an effort to further the study of what organizations can do to help lower stress, future research should not only examine individuals' perceptions of work-related stressors, but also the way in which they cope with these stressors. According to , self-report measures of stress should allow each participant to indicate his or her own unique reaction to a situation and should allow for potentially unique manifestations of stress. Open-ended interviews, which allow for flexibility missing in selfadministered questionnaires, could be combined with organizational surveys to determine not only the severity and frequency of certain stressors, but also what personality traits and coping skills are most beneficial for stress management. Based on these interviews and survey results, the need for organizational change and training courses could be better determined. Effective coping has the potential of improving work satisfaction, lowering turnover and absenteeism, and other positive outcomes, all of which will clearly benefit both individuals and their employers.
